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Chapter 2
· Task Performance
· Routine Task Performance (habitual responses to predictable task demands)
· Adaptive Task Performance (thoughtful responses to unique task demands)
· Creative Task Performance (ideals or physical outcomes that are useful)
· Citizenship Behaviour (voluntary behaviours that contribute to organizational goals by improving the quality of the setting in which work takes place)
· Interpersonal Citizenship Behaviour (going beyond normal job expectations to assists co-workers)
· Organizational Citizenship Behaviour (going beyond normal job expectations to improve operations of the organization)
· Can provide citizenship behavior through (helping, courtesy, sportsmanship, voice, boosterism (positively representing the organization in the public), civic virtue (participating in operations at a deeper than normal level)
· Counterproductive Behavior 
· Employee behaviors that intentionally hinder organizational goal accomplishment 
· Organizational (production deviance, wasting resources… property deviance, sabotage theft…)
· Interpersonal (political deviance, gossiping… personal aggression, harassment…)
· Total Behaviour Performance 
· In-Role (Task Performance)
· Extra-Role (Citizenship Behaviour, Counterproductive Behaviour) 
Chapter 3
· Organization Commitment: the desire to remain a member of an organization
· Commitment is important because turnover is expensive and it takes time to fully integrate new employees.
· Affective Commitment: (emotion-based)
· Desire to remain a member of an organization due to emotional attachment.
· Often connected with relationships to others
· Erosion Model (employees with less bonds, more likely to leave organization)
· Social Influence Model (employees who have direct linkage with “leavers” are more likely to leave)
· “Some of my best friends work here, I’d miss them if I left”
· Staying because you want to 
· Continuance Commitment: (cost-based)
· Desire to remain a member of an organization due to the costs of leaving.
· No link to job performance  
· Profit associated with staying, cost associated with leaving
· Investment is a factor (time, effort, energy)
· Lack of employment alternatives is a factor
· “I’m due for a promotion soon, will I advance as quick at a new company?”
· Staying because you need to
· Normative Commitment: (obligation-based)
· Desire to remain a member of an organization due to a feeling of obligation
· Somewhat better job performance 
· A sense of debt owed to a boss, colleague, or the larger company
· “My boss has invested so much time in me”
· Staying because you ought to
· How do employees respond to negative work events?
· Voice Concerns (vocally attempt to improve situation)
· Loyalty (remain supportive hoping situation improves on its own)
· Neglect (interest and effort in the job decrease)
· Exit (leave organization)
· Withdrawal Forms
· Psychological Withdrawal (neglect) (day dreaming, moonlighting, cyberloafing)
· Physical Withdrawal (exit) (being late, lazy)
Chapter 4
·  Personality
· The structures inside a person that explain his or her characteristic patterns of thought, emotion, and behaviour
· Personality creates people’s social reputation
· Personality traits are a function of both your genes and environment (culture)
· The Big Five
· Conscientiousness (dependable, organized, hardworking, not careless, lazy)
· Agreeableness (kind, helpful, not rude, selfish)
· Neuroticism (moody, emotional, insecure, not calm, relaxed)
· Openness to Experience (creative, curious, not simple, unartistic)
· Extraversion (sociable, assertive, not quiet, shy)
Other Personality Traits
· Locus of Control 
· Belief about what causes experiences in life 
· High External Control (behaviour determined by: fate, luck, powerful people)
· High Internal Control (behaviour determined by: personal actions, free will)
· People higher on neuroticism more likely to be externals than internals
· Self Monitoring 
· People observe and regulate how they appear and behave in social settings
· Ability
· The stable capabilities people have to perform a particular range of different but related activities 
· In contrast to skills, which are more trainable and improvable
· As with personality about half of the variation in ability levels is due to genetics.
· Cognitive Ability
· General intelligence 
· Capabilities related to knowledge in problem solving
· Verbal (oral and written comprehension i.e. business execs, police)
· Quantitative (number and mathematical facility i.e. statisticians)
· Reasoning (problem awareness i.e. surgeons, judges, business execs)
· Spatial (spatial orientation and visualization i.e. pilots, sketch artists)
· Perceptual (speed and flexibility of closure, perceptual speed i.e. musicians, pilots, police)
· Physical Ability 
· Strength
· Stamina
· Flexibility and coordination
· Psychomotor (control of objects)
· Sensory (associated with vision and hearing)
· Emotional Ability
· Ability to identify one’s emotions 
· Capabilities related to the management and use of emotions when interacting with others
· Sometimes labeled EI (emotional intelligence) or EQ (emotional quotient)
· Vital in jobs that require “emotional labour”
4 varieties of emotional ability
· Self Awareness
· The ability to understand types of emotions you are feeling 
· The willingness to acknowledge them
· The capability to express them accurately
· Other Awareness
· The ability to understand the emotions that other individuals are feeling
· Emotional Regulation
· The ability to quickly recover from emotional experiences and control feelings
· Use of Emotions
· The ability to harness emotions and use them to be better in a given area


Chapter 5
· Growth Need Strength (the degree to which employees desire to develop themselves further)
· Value-Percept Theory
· Argues that job satisfaction depends on whether you perceive that your job supplies the things that you value. 
· Dissatisfaction = (Vwant – Vhave) x (Vimportance)
· A big difference between wants and haves creates dissatisfaction
· Pay, promotion, supervision, coworkers, work itself 
· How can we track job satisfaction? 
· Job Descriptive Index (measures 5 satisfaction facets ^)
· Questions are simple so employees can understand
· Job Characteristics Theory
· A theory that argues that 5 core characteristics (variety, identity, significance, autonomy, feedback) combine to result in high levels of work satisfaction. 
· Affective Events Theory
· A theory that describes how workplace events can generate emotional reactions that impact work behaviours
Chapter 6
· Stress: a psychological response when there is something at stake for the individual.
· Negative consequences = strains
· Demands = stressors
· Primary appraisal = is this stressful
· Secondary appraisal = how can I cope
· Transactional Theory of Stress: explains how stressors are perceived, appraised, and coped with.
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· Hindrance often triggers negative emotions
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· Stress has 3 strains
· Physiological (illness, high blood pressure, headaches)
· Psychological (depression, anxiety, irritability)
· Behavioural (alcohol and drug use, compulsive behaviours, overeating)
· Burnout (extreme psychological strain)
· Emotional exhaustion
· Cynicism
· Low self-efficacy 
· Type A Behaviour Pattern (a behaviour pattern by people who tend to experience more stressors)
· Strong sense of urgency 
· Tend to appraise more demands as stressful
· Prone to experiencing more strains than most people 
· Stress Management
· Stress Audit
· Reduce Stressors (job sharing, sabbatical)
· Provide more resources (flexible hours, work-life balance training)
· Reduce Strains (relaxation techniques, health and wellness programs)
· Productive Stress Reactions
· Behavioural Methods (set of physical activities)
· Cognitive Methods (thoughts involved)
· Problem-Focused (behaviours and cognitions to manage the problems)
· Emotion-Focused (behaviours and cognitions to help emotional reactions)
In Class Midterm Review
Part A: 2 short answers
Part B: 10 fill in the blank
Part C: 35 multiple choice 
Chapter 1-6
Read Culture and Values
Globe Model
Cases: Explain the concept, define the concept, take examples from the case. 
Independent and dependent variables
Independent is quality of supervision dependent is job performance 

According to the job characteristics theory what are the five characteristics of any job that, when more of them are present, would increase employees’ job satisfaction?
Variety, identity, significance, autonomy, feedback

Why would enriching jobs be particularly effective in increasing overall job satisfaction
Job enrichment => expansion of duties and responsibilities of job characteristics

Why should employees’ growth need strength be considered before enriching their jobs?

A manger is interested in hiring employees who are more likely to carry out their assigned duties in an exemplary manner by thinking of and trying out better ways of doing their job he wants to hire people who are also more likely to provide value to the overall company (not just to a few other people in the company) in ways that go beyond carrying out their assigned duties 
Which big five traits should be used to decide who he/she should hire as new employees


Name and provide an example of 3 different ways in which employees could display the type of extra-role behaviour the manager is interested in 
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